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Abstract
The field of education is a constantly unsettled field with new pedagogical trends, new
policies and immense attrition rates at every turn. Upon attempting to study the causes and
effects of teacher attrition, it can be deduced that there is no one cause yet one major effect:
student achievement. Schools that have lower rates of student achievement typically have
difficulty maintaining a highly effective teaching staff. This issue affects any and all types of
schools, some more than others. In order to guarantee students a right to an equitable
education, school leaders must create supportive mentoring and induction programs for
novice teachers to encourage their retention. As schools see retention rates rise, they will
hopefully see an increase in student achievement. The literature studied in this project spans
many years and many states, countries, continents. Schools have been riddled with this
problem for years in many different places. As caretakers of the education of future leaders,
school leaders and teachers alike must devise a system in which it is without question that
students are receiving what they need and deserve.
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Chapter One: Introduction
Problem Statement
Over the years, teacher retention has drastically decreased, particularly among
novice teachers and teachers in underserved schools; around 50% of teachers are
leaving the classroom within 5 years of teaching (Stewart et al., 2021; Maready et al.,
2020). When teachers leave, they have to be replaced and oftentimes those
replacements are temporary or the vacancies are filled with ineffective educators. In
addition, there is a shortage of teacher candidates seeking to take jobs in education
(Reichardt et al., 2020). Turnover is a natural occurrence in any field, yet the high
percentages of attrition and turnover we see in the educational system is jarring and
unnatural (Sorenson & Ladd 2020).
Ideally, students in all schools should consistently be taught by educators that
are highly trained and effective, ready to meet the needs of a variety of learners
(Hammonds, 2017). These needs range from social emotional learning to legally
mandated accommodations and modifications (Kenyatta, 2021). The more experience
a teacher has, the more successful they will be in their classrooms (Hall and Gilles
2022). Therefore, low rates of teacher retention mean that teachers are simply not
staying in the classroom long enough to become consistently effective. This cycle of
teaching, leaving, and filling the vacancy puts students and schools at a major
disadvantage (Guthrey and Bailes 2022).

2

Importance and Rationale of Project
The reach of this problem—lack of teacher retention—extends far into the
world of education. When I began my research, I anticipated finding a lot of data to
support that this problem primarily affects underserved schools and especially
students of color. While I did find that support for that assumption (Guthery and
Bailes, 2022; Maready et al., 2020; Mitani et al., 2022; Falch et al., 2007), I also
learned that this issue has extended into most schools and has been affecting schools
internationally (Hui et al., 2020; Wushishi et al., 2014).
A highly cited study conducted by Richard Ingersoll in 2001 identified poor
working conditions in schools as the reason for teacher shortages. The root problem is
the organizational structures within schools; Ingersoll mentions a “revolving door”
that teachers are metaphorically entering and exiting classrooms through. This
“revolving door” system is a major detriment to student success (Blizard 2021).
Blizard (2021) studied schools in Forsyth County, North Carolina and identified that
the schools in poorer areas (with lower student achievement) primarily had less
experienced teachers, and the schools in more affluent areas (with higher student
achievement) had more experienced teachers on their staff. This study supports both
Ingersoll’s findings and my own expectations, and demonstrates how this issue is
quite common in schools in America.
In order to ensure that each student, regardless of socioeconomic status or
living situation, receives an equitable education the high rates of teacher turnover and
attrition need to be curbed.
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Background of the Project
Many studies and articles that focus on this problem have tried to identify a
singular cause or singular solution. However, their data is often inconclusive.
Nevertheless, there are a few general takeaways that these researchers identify:
● Lack of teacher retention has a negative impact on student
achievement
● The efforts put into ensuring a full teaching staff adds a financial
burden onto schools
●

The organization of a school and expectations placed on teachers has
a large impact on their experiences

● Instructional support throughout the school year benefits teachers
In my experiences as an educator, it is commonplace for teachers to have a
general disposition of dissatisfaction with what is happening in the world of
education. We are seeing this manifest itself as teachers exiting the field in droves.
There is a sense of urgency with this issue because we are seeing it negatively impact
student achievement. In addition, there is a potential effect that high attrition rates
will discourage people from even attempting to join the field of education. We see
that the majority of teachers take on this role in order to make a difference. Yet, it
makes it difficult for that to come to fruition if teachers are unable to learn and grow
and remain in the field.
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Statement of Purpose
The purpose of this project is to create a mentoring and coaching program that
supports teachers instructionally throughout their school year. If the problem facing
the educational world is lack of qualified teachers (due to an increase in turnover and
attrition), then school leaders need to ensure that the teachers they do have in their
schools are effective, or at least on the track to becoming effective. In addition, the
hope is that with greater administrative support, more teachers will be retained.
The facets of this project that will be focused on are consistency of support,
effectiveness of support and practicality of support. This instructional assistance
should not feel like an added burden to the myriad of duties an educator has. The
cadence of the support will be fluid, and mentors and coaches will share a baseline
template that allows them freedom to individualize the support to meet the unique
needs of the educators they are supporting.
The project will support novice and veteran teachers alike and will include
observations, evaluations, goal-setting, professional development and social
emotional support.
Objectives of the Project
Novice and newly hired teachers will go through an induction program prior
to the school year starting to adequately acquaint them with the school’s curriculum,
facilities and procedures. Novice teachers will be consistently mentored and coached
during their first three years of teaching to increase their effectiveness.
Definition of Terms
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● Novice teacher- teacher with 5 years or less of experience (Keese et al., 2022)
● Veteran teacher- teacher with 5+ years of experience (Beck et al., 2020)
● Teacher attrition- teachers leaving the field (Hanks et al., 2020)
● Teacher turnover- “ leave or separate from the district, or change from their
classroom teaching to another position from one school year to another”
(Definition of selected terms)
● Teacher retention- keeping something [teachers]
● Student achievement- student learning and test scores (Ronfeldt et al., 2013)
● Highly effective teacher/educator- “effective teachers make an extraordinary
and lasting impact on their students’ lives” (Stronge, 2018, p. 4 )
● Underserved school- high-poverty, lower performing schools, typically in
urban settings with students of color (Ronfeldt et al., 2013)
● Student centered learning- “the democratization of education into the school
setting as well as foster social and emotional learning” (Florkowski et al., 2022, p.
273)

● Teacher autonomy- trusting teachers to plan and deliver curriculum in the way
they see fit for their students and classroom (Alemadad and Aytac 2022)
Scope of the Project
This project will attempt to address the lack of teacher retention in schools. It
will focus primarily on assisting novice teachers in their transition to being a full-time
educator. The project will also create instructional support for veteran teachers.
Rather than assess the impact that the coaching and mentoring has on student
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achievement, this project’s goal is to retain teachers, which will hopefully lead to a
natural increase in student growth.
A necessary component to this project’s success that cannot be controlled is
teacher buy-in. There are many existing programs, but most are not successful
because there is no teacher buy-in; they are seen as a waste of time and resources.
The goal is to make this program flexible enough to benefit any educator at any part
of their teaching career. Another component is the effectiveness of the mentoring and
coaches. Since I am focusing on teacher retention, this project will not necessarily
include a means for evaluating the coaches and mentors that participate in the
program.
Chapter Two: Literature Review
Introduction
Teacher turnover, attrition, and retention are heavily researched topics, yet the
majority of existing studies do not offer one specific source of the problem nor one
concrete solution to the problem. Regardless, many educational institutions have
developed mentoring and coaching programs that attempt to alleviate this issue. For
example, the Peer Assistance and Review program implemented in urban
Southwestern schools (Wiens et al., 2019). This program was put into place in
schools that were under-staffed. Throughout this program novice teachers were
provided with instructional support from mentor teachers and administrators alike. As
this program was studied by Wiens et al., (2019) they were able to identify higher
retention rates at schools that participated in this program.
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The findings of studies on teacher retention, attrition and turnover vary
greatly. Due to the diverse findings and the ever-changing landscape of education,
this literature review will attempt to synthesize that information in order to gain a
general understanding of the issue at hand, its effects, and potential solutions.
This chapter will specifically look at studies that analyze the connections
between teacher preparation programs and retention, the effects of teacher attrition
and turnover, and the impact of effective induction and mentoring programs on
teacher retention.
Theory/Rationale
Just as trends in education come and go and researchers identify various
pedagogical strategies to enhance a student’s educational experience, the same should
be done for teachers and their desire, or lack thereof, to stay in the classroom. It
should be commonplace for reliable and effective teachers to be in classrooms all
over the world; yet “to hire the best teachers, educational leaders must know why
some leave and what to look for to identify quality educators.” (Young, 2018).
In order for students to receive the education they rightfully deserve, they
need to have access to high quality, highly effective teachers. One aspect of being an
effective educator is longevity in the field. The longer a person can work and be
coached through their craft, the better they will be (Hanita et al., 2020). Therefore,
teacher attrition is something that needs to be solved in each school across the
country. Not only is teacher attrition damaging for the education system as a whole, it
is also one more thing that unjustly affects students at charter schools and
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underserved schools in lower income settings (Guthery & Bailes, 2022). Gaps are
filled in these situations with teachers who are less qualified, which just adds another
barrier to students in these particular settings receiving a high-quality education.
Education is a cornerstone of modern society, yet it is an unsteady pillar due
to the fact that it cannot be productively staffed. This field needs to be bolstered by
individuals that know what they are doing and care about doing it well for years to
come.
Research/Evaluation
Reasons for Teacher Attrition
There are a myriad of reasons why novice teachers chose to leave the
classroom. There are many options for people to choose when it comes to teacher
preparation and certification, but the teacher certification process still has problems,
both in quality and motivational capabilities. This particular problem is twofold. A lot
of teachers that have been in the field for a significant amount of time are reaching
the point of retirement. This is creating employment gaps, and unfortunately there are
not enough people training to take their place (Coffey et al., 2019). On the other hand,
when future educators choose to go through an alternative teacher preparation
program they are not always adequately prepared which increases their likelihood of
leaving the field. (Coffey et al., 2019).
Another factor that contributes to teacher attrition is an unsupportive school
environment (Räsänen et al., 2020). Schools have a very delicate ecosystem and in
order for teachers and students alike to thrive, it needs to operate in a specific way.
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Teachers have cited unhealthy working environments as the reason for stepping away
from the profession. Oftentimes there is a general lack of resources, both in the
classroom and in regards to compensation. In addition, teachers can forced to take on
additional, non-contractual obligations which leads to a quick burnout (Räsänen et al.,
K., 2020). When the balance is thrown off, and teachers cannot give enough time to
the actual craft of classroom teaching, they choose not to stay because they are being
asked to do tasks that were not intended to be a part of the job.
A third and final, root cause for novice teachers leaving the classroom is a lack
of effective coaching and development (The Irreplaceables). Once teachers begin their
careers, their skills need to continue to be cultivated. Doing this is especially important
to retain teachers that are evaluated by their administrators as highly effective.
Administrators are not doing the work necessary to retain teachers that are considered
highly effective, so those are the teachers that are choosing to leave, and the ones
staying struggle within the field (Frahm et al., 2021).
Effects of Teacher Attrition
The most daunting side effect of teachers leaving the classroom is the effect
on student achievement. “Contemporary educational theory holds that one of the
pivotal causes of inadequate school performance is the inability of schools to
adequately staff classrooms with qualified teachers” (Ingersoll, 2001, p. 499). One
reason teacher retention is such a studied issue is due to the benefits that retaining
effective teachers can have on student achievement. When teachers are in the
classroom for a full school year with a student, it will indeed benefit them. However,
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it’s not as simple as having a body in a room corralling students. When properly
trained teachers remain in their classrooms, they are better able to analyze student
data and make beneficial instructional adjustments (Wushishi et al., 2014), and this
allows students a chance to embark on a successful educational journey.
However, other studies have shown that teacher turnover can be beneficial in
regards to student achievement when it is used as an organizational tool (Adnot et al.,
2017). In the District of Columbia Public School system, schools utilize an evaluation
system called IMPACT. Based on a teacher’s evaluation, they may be asked to leave
the classroom in order to create a space for a more effective teacher. This system has
proven to increase student achievement (Adnot et al., 2017). What can be surmised
from the study is that teacher turnover can benefit students. Even if that study’s
conclusions are taken as fact, that does not get to the root problem: qualified teachers
are needed to fill those vacant spots. It is clear that there is a shortage of quality
teachers that are willing to stay within the classroom. Even though this organizational
system could work and ensure that high quality teachers are the only people educating
in a classroom, there still needs to be a way to make sure that administrators have
access to high-quality educators. All in all, it is possible for teacher turnover to be
capitalized on and used as an improvement tool for school systems (Adnot et al.,
2017).
Teacher Preparation Programs
Within the field of education, there are a lot of expectations placed on teachers
that can be overwhelming and time consuming (Young 2018). Teachers should be
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anticipating these expectations prior to starting teaching, but they often come as a
surprise. One reason for this is the certification program a person might go through in
order to gain their teaching certificate (Mitani et al., 2022).
There are two general ways in which people can become a certified educator.
There is the traditional route and the alternative route. The traditional route is
typically a four-year university degree, and the alternative route (which can take on a
variety of forms) is essentially participating in coursework while actively teaching.
Many states have adopted alternative certification processes specifically to address
teacher shortages (Gutherey and Bailes 2022). A consistent difference between the
two is field experience that a person might go through prior to becoming certified.
Typically, when a person goes through the traditional certification program they are
given an allotted amount of time for student teaching. During this time, the
pre-service teacher gets a quasi-full-time teacher experience. They take full
responsibility of the classroom, but with the guidance of an effective mentor/teacher
that has been teaching for a certain amount of years. However, in alternative
certification programs the participants are already teaching full time without
guaranteed support from a qualified mentor teacher. Typically teachers that
participate in the alternative route begin teaching prior to completing all necessary
coursework (Constantine et al., 2009). The amount of work done varies program to
program as do the entrance requirements. This can create a lot of variety in
preparedness since each program works at their own rate.
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A study was conducted that showed that educators going through the
alternative certification program were more likely to leave the field than teachers that
went through the traditional certification program (Mitani et al., 2022) One reason for
that was the lack of feeling prepared (Mitani et al., 2022). People that went to the
traditional route felt more prepared because of their field experience. Those that went
through an alternative program did not get that opportunity to have a practicum
experience and therefore felt ill-prepared when they stepped into the classroom.
Prediction of Teacher Retention, Attrition and Turnover
There's no one reason as to why teachers choose to leave the classroom.
However, there are methods that can predict whether or not a teacher stays, goes to a
different school, or leaves the field in general. One method that can predict that is
certification type in school placement (Gutherey & Bailes, 2022). In addition,
mentoring programs are able to predict if a teacher will leave the classroom. (Caven
et al., 2021) This prediction, in conjunction with a system of having lower quality
teachers exited from the classroom (Wiens et al., 2019), could greatly improve the
caliber of teachers in the classroom, which would in turn increase student
achievement.
A key component to this mentoring system is knowing the qualities of an
effective teacher. This will vary from school to school, yet can be simply defined as:
“effective teachers make an extraordinary and lasting impact on their students’ lives”
(Stronge, 2018, p.4). In practice, this looks like having a wealth of professional
knowledge, planning effectively, being able to deliver instruction, consistently
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assessing students in order to make instructional pivots, cultivating a safe learning
environment, and adhering to professional responsibilities (Stronge, 2018). With
these key components in mind, administrators will be able to identify effective
teachers and can implement instructional support to invite greater retention.
Instructional Supports During School Year
Over the years, schools have been seeing 50% of teachers leaving within the
first 5 years (Stewart et al., 2021; Smith & Ingersoll, 2011). A study conducted by
Smith and Ingersoll (2001) showed that beginning teachers that were offered an
induction program and given a mentor in their field were more likely to stay at their
school and stay in the field of education overall. Maready et al. (2021) analyzed the
Beginning Teacher Longitudinal Study. This study was delivered via the U.S. Census
and took place over the span of 5 years. Beginning teachers were surveyed throughout
the year to ascertain why they were staying in the classroom, why they were
switching schools, or why they were leaving the field. This study recognized that
various mentoring practices were able to predict the retention, turnover or attrition of
educators. For example, if a teacher struggled with classroom management and
frequently met with their mentor to work on this goal, they were more likely to leave
the field or change teaching assignments. Since classroom management is a pivotal
skill to have while teaching, it makes causal sense that a teacher would leave the field
if that was their major roadblock. Another study conducted by Hanita et al. (2020)
looked at Connecticut’s Teacher Education and Mentoring (TEAM). This is a
program that covers a teacher's first two years of teaching and the study had similar
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findings to Maready et al. (2021). Schools that were already struggling with student
achievement naturally had a higher turnover rate. The more that teachers and mentors
completed the mentoring with fidelity and attention, the higher the retention.
Each study that was reviewed focused on different mentoring practices and
methods of delivering professional development. However, they all demonstrate that
consistency is necessary when trying to instill effective mentoring practices. In
addition, Maready et al. (2021) found that a specific combination of 7 practices,
implemented consistently, were able to predict teacher retention. The practices are as
follows:
● assigned mentor in first year
● frequent classroom management support
● frequent support in educational technology
● frequent support in lesson planning
● frequent support in discipline
● pedagogical support
Another support that can be offered to teachers throughout their school year is
instructional coaching. Coaching should be given to all teachers regardless of how
long they have been in the field or how they are evaluated each year. This is a model
that is being implemented in many schools, and consists of a teacher having a coach
to work with throughout the school year. A typical coaching cycle as provided by Hui
et al. (2020), might look like the following; a coach and teacher have a
pre-observation conference to discuss student learning goals and goal setting. Then

15

the coach would observe the teacher and look for specific examples of student
learning and track the teacher’s goal progress. After the observation, the teacher and
coach would have a post-observation conference to debrief and reflect. Then together,
the teacher and coach would identify a specific skill the teacher could work on
improving. With this type of model, teacher efficacy, and in turn student achievement,
improves (Westmoreland & Swezey, 2019). This is an important point to note because
as researchers have sought to understand what keeps teachers in classrooms, student
achievement comes up often. When there is higher student achievement, teachers are
more likely to be retained from year to year (Renfeldt et al., 2013).
Summary
Being able to retain teachers has been a consistent problem in education since
the 1990s (Smith and Ingersoll, 2004). This problem is more complex than just
schools having to deal with the process of recruiting and hiring. Due to the lack of
consistent retention in schools across the world (Hui et al., 2020; Wushishi et al.,
2014) students are not provided an equitable education. In turn, student achievement
is suffering and schools are facing teacher shortages. This is a long-studied
phenomenon, and many different strategies have been implemented in public, private,
and charter schools to alleviate the problem. So far, few causal relationships have be
identified as to why teachers stay or leave, but it has been proven that consistent and
frequent induction, mentoring, and coaching are simple and effective methods that
will retain teachers and develop them into consistently effective educators (Caven et
al., 2021).
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Conclusion
In order to be able to retain highly effective teachers, administrators need to
accept an active role in 1) identifying the quality of a highly effective teacher and 2)
creating supportive programs throughout the school year to capitalize on those
qualities. This is a social pandemic that negatively impacts all students and continues
to further disadvantage students at underserved and struggling schools. Based on the
sources reviewed, it is clear to me that there are a lot of reasons as to why so many
teachers exit the field. As researchers of this topic, it is our responsibility to attempt
to find some common thread. In doing so, efficient interventions can be consistently
practiced in schools, benefiting both the teachers’ work environments as well as
students’ achievement.
Chapter Three: The Project Description
Introduction
All children rightfully deserve a useful and equitable education. A key factor
to that happening is students having a highly effective and qualified teacher
facilitating their learning. With over 50% of teachers leaving the field within their
first 5 years of teaching (Stewart et al., 2021; Maready et al., 2020), some systematic
changes need to occur across all levels of schooling. It has been suggested that
retirees are greatly contributing to the rising lack of teachers in schools (Coffey et al.,
2019); yet Ingersoll (2001) argues that the reason the educational system is grappling
with a teacher shortage is because of teacher disaffection and a desire to work outside
of classroom teaching.
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In this final chapter, you will get a better understanding of the design of this
mentoring program and a sense of its practicality. This program is hypothetical and
relies on some uncontrollable variables for its success such as mentor buy-in, mentee
receptivity, and rapport between teachers and administrators. The program is two-fold
with both an induction and mentoring program. However, the mentoring program is
what will take the most time and hopefully produce the best results. It will take place
until a teacher is considered qualified, which is typically three years (Schwan et al.,
2020), and will encourage teachers to get through that 5 year mark.
Components
Induction Program
Starting a new job, regardless of the length of time in which you have been a
part of the field, is sure to cause anxiety. As a part of this teacher support program,
any teacher that begins working in the district will participate in an induction program
that will acquaint them with the more practical aspects of the school. Something that
Smith and Ingersoll (2004) cite as aiding in teacher retention is community building.
This program will encourage community building as well so that newly hired teachers
feel comfortable both professionally and socially.
Mentoring Curricula
The most important place to start with developing an effective novice teacher
mentoring program is defining exactly what the program should look like. Both
mentors and mentees need to have clearly defined roles in this program in order to
find the most success for both parties involved. The major components of this
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program will include 1) observation 2) goal setting 3) community engagement and 4)
administrative support. Mentors will be given a very specific role description, but will
be allowed time prior to the program starting to make the role fit their teaching style.
In a sense, mentors will be serving as educators to students and novice teachers alike.
Therefore, this program will adopt a student-centered (student being the novice
teacher) approach with a heavy dose of teacher (mentor) autonomy.
Selection of Mentors
Mentors will be selected when school leaders know which content areas are
intaking novice teachers. One crucial element of a successful mentoring program is
the matching of mentor teacher to novice teacher (Schwan et al., 2020). Ideally,
mentors are in close proximity to the mentee and teach either the same grade or same
content (Schwan et al., 2020). Being a mentor will not be a requirement, but
administrators will identify highly effective teachers and ask them to take on a
three-year commitment of being that novice teacher’s mentor. Mentors will be
trained, compensated, and their workload will be monitored (no morning duty, bus
duty, etc.).
As mentors are matched up with novice teachers, they will immediately go
through a training to prepare them for the year. A large chunk of this training will be
given to the mentors to help them plan how they want to support their mentees. They
will develop their own observation and feedback cycle and plan out their schedule for
the first semester in regards to mentoring support.
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Observation/Feedback Cycle
On average, new teachers receive 2 observations per year (Bambrick-Santoyo
& Peiser, 2012). This is not enough to track teacher development throughout a school
year. A crucial facet of this program will be the observation and feedback cycle.
Mentor teachers will design what this looks like so that it best fits their existing
schedule. Novice teachers will also observe their mentors so as to experience a highly
effective teacher in practice. With frequent observations and debriefs between the
two, a rapport will be built. With that trust the novice teacher will be able to rely on
their mentor for applicable feedback during their first three years of teaching.
Administrative Support
Another necessary component is support from administrators, for both the
mentors and mentees. Mentoring programs exist in schools across the country, yet
they remain ineffective. One reason for this is because the mentor teachers already
have a sizable workload; therefore, they find it difficult to be effective mentors
(Albert, 2020). Teaching is the natural priority and the support for novice teachers
falls to the wayside. In this program, administrators will be very visible to the novice
teachers as well. This will allow administrators and mentors to share the weight of
support and development.
Evaluation
There will be multiple ways in which this program will be evaluated. Since
the program is designed to extend over three years, the true effectiveness will not be
proven until the first round of mentoring is completed. At the end of the three years,
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there will be a survey of the schools to identify how many teachers were retained. In
addition to the quantitative data, there will be qualitative data collected from both
novice teachers and mentors. Both parties will be surveyed with open ended
questions. In order to gain a full understanding of the effects of the mentoring
program and teaching in general, surveyors will attempt to reach out to the novice
teachers that might leave during those first three years. This data may prove to be the
most helpful in amending the program for future use.
The overall goal is that all teachers are retained and plan to stay past the
three-year mark. If the percentage of attrition remains the same or decreases, then the
program will be re-evaluated, ideally with the help of those that participated. A panel
of teachers will be created to workshop this program. This will take place over
summer months and participants will be compensated for their work. Together this
group of novice and veteran teachers will identify the strengths and the weaknesses of
the program and will create a new format. This new format will be used over the next
three year cycle.
Project Conclusions
Teacher attrition has become an epidemic in the field of education.
Researchers have been exploring this topic in order to identify its causes and effects
as well as potential solutions. However very few, if any, causal relationships have
been identified in the studies conducted in schools across the country (Caven et al.,
2020). Effective induction and mentoring programs that are conducted in schools are
proven to predict teacher retention and bolster a person’s transition into the field of
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education (Hanita et al., 2020). It seems that given the research educators have access
to currently, these types of programs should become commonplace in any type of
school, regardless of retention rates, for they can act as a safety net against attrition.
In turn, consistent teacher evaluations can be used to aid turnover so that it can be
used as a school improvement tool, ensuring that only the most effective educators
are in classrooms with students (Adnot et al., 2017).
This induction and mentoring program is designed to allow teachers at any
stage of their professional journey to feel more comfortable and accomplished. The
hope is that these initiatives are implemented with eagerness and constancy, and
novice and veteran teachers alike are developing, connecting, and most importantly
creating educational spaces that students will thrive in.
Plan for Implementation
This mentoring program will be rolled out in an elementary, middle, and high
school in an urban setting. Each school’s program will look different depending on
the number of novice teachers that join each school. When new hires are brought on,
the administrators that are the head of this program will begin reaching out to
potential mentor teachers. Mentor teachers will participate in a full day training while
novice teachers are participating in a separate, district-wide induction program. As
soon as the school year starts, the mentoring will begin. Mentors will have an
introductory meeting with their mentees. From the start, they will set measurable
goals for the first quarter. Then, each party will participate in their initial
observation/feedback cycle. By the end of the first semester, novice teachers should
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have worked through at least four measurable goals. At this point, mentors and
mentees will be surveyed in regards to their personal experiences with the program so
far. Administrators will look at this feedback and make any necessary changes prior
to the start of the second semester.
When the school year ends, mentors and novice teachers will participate in a
district-wide forum with administrators present in order to assess the program and
identify the strengths and weaknesses. This same cycle will repeat for the next two
school years. When the third year ends, participants will be assessed again. Any
volunteers, mentors and former mentees alike will be invited to workshop the
program over the summer to ensure its continued success.
Summary
A consistent and relevant mentoring program is one way to cultivate effective
teachers and predict the retention and professional development of novice teachers.
With appropriately selected mentors, consistent administrative support and
meaningful, practical professional developments, a school can boast a useful
mentoring program. Hopefully over time, schools see retention rates rise alongside
increased student achievement.
Conclusion
Humans need support. This is a simple truth that carries over into every
aspect of life. When life gets difficult, there has to be people to rely on. Teachers
deserve the same. School leaders should be doing all in their power to lead the best
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quality school for their students. Employing and retaining highly effective teachers is
a great gift that leaders can give to students.

24

References
Adnot, M., Dee, T., Katz, V., & Wyckoff, J. (2017). Teacher turnover, teacher quality,
and student achievement in DCPS. Educational Evaluation and Policy
Analysis, 39(1), 54–76. https://doi.org/10.3102/0162373716663646
Alemdar, M., & Aytaç, A. (2022). The impact of teachers’ educational philosophy
tendencies on their curriculum autonomy. Journal of Pedagogical Research,
6(1), 270–284. https://doi.org/10.33902/JPR.2022.166
Albert, M. (2020). If these emails could talk: The pitfalls of hastily implementing a
teacher mentoring program. Taboo: The Journal of Culture & Education,
19(4), 27–64.
Bambrick-Santoyo, P., & Peiser, B. M. (2012). Leverage leadership: A practical
guide to building exceptional schools (1st ed.). Jossey-Bass.
Beck, J. S., Lunsmann, C., & Garza, T. (2020). “We need to be in the classroom
more”: Veteran teachers’ views on teacher preparation and retention. The
Professional Educator, 43(1), 91–99.
Blizard, Z. D. (2021). Has the allocation of certain teachers impacted student
achievement and upward economic mobility? The case of Forsyth County, NC
elementary schools. Education and Urban Society, 53(7), 778–806.
https://doi.org/10.1177/0013124520972678
Coffey, H., Putman, S. M., Handler, L. K., & Leach, W. (2019). Growing them early:
Recruiting and preparing future urban teachers through an early 25 college

25

collaboration between a college of education and an urban school district.
Teacher Education Quarterly, 46(1), 35–54.
Constantine, J., Player, D., Silva, T., Hallgren, K., Grider, M., & Deke, J. (2009). An
evaluation of teachers trained through different routes to certification, final
report. (NCEE 2009-4043). U.S. Department of Education, Institute of
Education Sciences, National Center for Education Evaluation and Regional
Assistance. https://ies.ed.gov/ncee/pubs/20094043/pdf/20094044.pdf
Definitions of selected terms. (n.d.). Colorado Department of Education. Retrieved
July 31, 2022, from https://www.cde.state.co.us/cdereval/rvdefine
Falch, T., & Rønning, M. (2007). The influence of student achievement on teacher
turnover. Education Economics, 15(2), 177–202.
https://doi.org/10.1080/09645290701263104
Florkowski, R. W., Wiza, A., & Banaszak, E. (2022). The Rogerian student-centered
learning approach and the democratization of education. Polish Sociological
Review, 218(2), 273–288. https://doi.org/10.26412/psr218.07
Guthery, S., & Bailes, L. P. (2022). Patterns of teacher attrition by preparation
pathway and initial school type. Educational Policy, 36(2), 223–246.
https://doi.org/10.1177/0895904819874754
Hall, K. S., & Gilles, M. A. (2022). Reasons for teacher attrition: Experience matters.
AASA Journal of Scholarship & Practice, 19(1), 8–13.
Hanks, J. H., Ferrin, S. E., Davies, R. S., Christensen, S. S., Harris, S. P., & Bowles,
W. B. (2020). Law and policy impacts on teacher attrition in public education:

26

Data suggesting a new focus beyond silver bullets of targeted STEM and other
salary increases. Brigham Young University Education & Law Journal,
2020(2), 115–146.
Ingersoll, R. M. (2001). Teacher turnover and teacher shortages: An organizational
analysis. American Educational Research Journal, 38(3), 499–534.
Keese, J., Waxman, H., Asadi, L., & Graham, M. (2022). Retention intention:
Modeling the relationships between structures of preparation and support and
novice teacher decisions to stay. Teaching and Teacher Education, 110.
https://doi.org/10.1016/j.tate.2021.103594
Kho Siaw Hui, Thapanee Khemanuwong, & Mohamed Ismail, S. A. M. (2020).
Keeping teachers afloat with instructional coaching: Coaching structure and
implementation. Qualitative Report, 25(7), 1790–1816.
Maready, B., Qiang Cheng, & Bunch, D. (2021). Exploring Mentoring Practices
Contributing to New Teacher Retention: An Analysis of the Beginning
Teacher Longitudinal Study. International Journal of Evidence Based
Coaching & Mentoring, 19(2), 88–99. https://doi.org/10.24384/rgm9-sa56
Mitani, H., Fuller, E. J., & Hollingworth, L. (2022). Attrition and Turnover Among
Beginning Teachers in Texas by Preparation Program. Teachers College
Record, 124(4), 3–34. https://doi.org/10.1177/01614681221093011
Reichardt, R., Klute, M., Stewart, J., Meyer, S., (2021). An approach to using student
and teacher data to understand and predict teacher shortages. (REL
2021–052). U .S. Department of Education, Institute of Education Sciences,

27

National Center for Education Evaluation and Regional Assistance, Regional
Educational Laboratory Central. http://ies.ed.gov/ncee/edlabs
Ronfeldt, M., Loeb, S., & Wyckoff, J. (2013). How teacher turnover harms student
achievement. American Educational Research Journal, 50(1), 4–36.
https://doi.org/10.3102/0002831212463813
Ryu, S., & Jinnai, Y. (2021). Effects of monetary incentives on teacher turnover: A
longitudinal analysis. Public Personnel Management, 50(2), 205–231.
https://doi.org/10.1177/0091026020921414
Schwan, A., Wold, C., Moon, A., Neville, A., & Outka, J. (2020). Mentor and new
teacher self-perceptions regarding the effectiveness of a statewide mentoring
program. Critical Questions in Education, 11(3), 190–207.
Self, M. J., Murrell, L., Omar, M. K., Sandefur, C., & Vucaj, I. (2021). Sixteen Years
of Implementation of a Comprehensive Field-Based Teacher Induction
Program for Beginning Career and Technical Teachers. International Journal
of Humanities & Social Sciences, 11(12), 50–54.
Sorensen, L. C., & Ladd, H. F. (2020). The hidden costs of teacher turnover. AERA
Open, 6(1). https://doi.org/10.1177/2332858420905812
Stronge, J. H. (2018). Qualities of effective teachers. (3rd ed.). ASCD.
Westmoreland Jr., T. M., & Swezey, J. A. (2019). Teachers’ perspectives on the
impact of instructional coaches on student achievement in middle school.
Journal of Behavioral & Social Sciences, 6(1), 42–54.

28

Wiebke, K., & Bardin, J. (2009). New teacher support: A comprehensive induction
program can increase teacher retention and improve performance. Journal of
Staff Development, 30(1), 34–36.
Wiens, P. D., Chou, A., Vallett, D., & Beck, J. S. (2019). New teacher mentoring and
teacher retention: Examining the peer assistance and review program.
Educational Research: Theory and Practice, 30(2), 103–110.
Wushishi, A. A., Fooi, F. S., Basri, R., & Baki, R. (2014). A Qualitative Study on the
Effects of Teacher Attrition. International Journal of Education and Literacy
Studies, 2(1), 11–16. http://doi.org/10.7575/aiac.ijels.v.2n.1p.11
Young, S. (2018). Teacher retention and student achievement: How to hire and retain
effective teachers. Delta Kappa Gamma Bulletin, 84(3), 16–21.

29

The signature of the individual below indicates that the individual has read and
approved the project of Renna Varano in partial fulfillment of the requirements for the
degree of Master of Education.

Catherine L. Meyer-Looze
Catherine L. Meyer-Looze, Project Advisor

Accepted and approved on behalf of the

Date

Accepted and approved on behalf of the

30

Educational Leadership Program

Educational Leadership and Counseling Unit

Rick Vandermolen
Richard Vandermolen, Graduate Program Director

____________________________
Date

Catherine L.Meyer-Looze
Catherine L. Meyer-Looze, Unit Head

________________________________
Date

